Global Journal of Management, Social Sciences and Humanities 788
Vol 5 (4) Oct-Dec, 2019 pp.788-811.

ISSN 2520-7113 (Print), ISSN 2520-7121 (Online)

www.gjmsweb.com. Email:editor@gjmsweb.com

Impact Factor value = 4.739 (SJIF).

DOI: https://orcid.org/0000-0001-5767-6229

IMPACT OF MOTIVATIONAL POLICIES ON
EMPLOYEES’ PERFORMANCE: A CASE STUDY OF
BANKING SECTOR IN PAKISTAN

Prof.Dr.Abdul Ghafoor Awan', Muhammad Zahid?
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1. INTRODUCTION:
1.1. Overview of Banking Sector:

A fewer decade ago, only a few banks existed in the country. Their operating
system was very conventional, troublesome and imperfect. They normally used time-
honored and labor-intensive methods of working. The number of customer was very
small. However, with the coming of globalization and growing of market demand,
the banking sector of Pakistan moved to remarkable transformation from the
traditional banking to modern banking during last decade due to technology adoption
and product innovations. A major shift was the exponential growth of private banking
sector. At present, different international and renowned established banks are also
operating in Pakistan and are providing latest banking services to their customers.
Motivated employees are the major factor to the success of banking sector in any
country of the world. Government, Semi Government and Private banking sector and
employees have long been concerned with the construction of motivational policies
and its impact on employees’ performance, because this variable has strong influence
on the overall performance of banking organizations. Satisfied employees are not
only show good performance but also are ambassadors of their banks. They may bring
significant deposits and high worth customers to their banks. Only happy employees
are faithful to bank and may bring lucrative business to their banks.

1. 2. Research Problem:

The research problem of this study is measure the impact of Motivational
policies on the performance of employees of banking sector in Multan city, Pakistan.
1.3 Objectives of study:

The specific objectives of this study are as follows: -

1. To determine strength of relationship between cash prize and motivation.

2. To find out the nature of relationship between annual dinner and motivation.
3. To study the link between annual leaves and motivation.

4. To ascertain the relationship between performance base bonus and motivation.

5. To check relationship between unusual leaves and motivation.
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6. To measure relationship between motivation and employee performance.
2. LITRATURE REVIEW:

There are many researchers who have been proved that motivational policies

have positive impact on employees’ performance.
Poter & Sreet (2003) has stated that there are several diverse definitions of motivation
and among them three common distinctiveness can be recognized. First, what
energizes human behavior? Second, what directs this behavior? Third, how such a
behavior is sustained this study has mainly looked the third characteristic, how such
a behavior is sustained by applying different motivator’s indifferent banks.

Aronson, Wilson & Akert (2002) argue that Motivation is divided in two
different types, extrinsic and intrinsic motivation. Extrinsic motivation refers to
external factors, which can be measured in monetary terms, such as salary and
benefits. this is a very good way to motivate employees and tends to increase the
productivity.

Warr, Cook & Wall (1979) argue that intrinsic work motivation is an outcome
that can be defined as the degree to which a person wants to work well in his or her
job, in order to achieve intrinsic satisfaction.

Awan (2015) argues that main function of HR manager is to motivate
employees at workplace. The HR manager’s function should assist general to apprise
the general manager of the job satisfaction of employees. One of the main function
of service manager to motivate and encourage employees about their work. If the
motivational measures are not taken the employees performance will be poor and they
will not be satisfied and pleased.

Awan and Asghar (2014) stated that there are many theories about the impact
of motivation of employees and its healthy effect on their performance. Low level
employees give much importance to their job securities because they give more
preference to their needs than promotion or elevation. It is very imperative that the

manager should focus on timely payment of salaries and other financial benefits to
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lower level employees to enable them to meet their needs. Then they would give
importance to work hard to get elevation.

Awan and Saeed (2014) stated that the employees give importance to reward
system and attitude of employer while dealing with them. Another point is the
fulfillment of commitment regarding the payment of rewards and benefits at proper
time. It will boost their morale and as such their performance.

Awan (2015) argues that performance and reward are interlinked. If the
employees are given reward for their work immediately their morale will boost up
and they will be satisfied and more eager to complete their job assignment. So the
commitment and its fulfillment is more important as a motivational technique.

Awan (2018) contended that rewards system is based on three elements such
as cash in the form of salary, esteemed through recognition of employees’ services
and job security through regulatory framework. These three elements boost the
motivation and zeal for more work to produce more. Then come career development
through promotion and training as well as recognition through certification. If the
employees do not pay attention on the above stated factors of motivation and reward,
then it is likely that employees feel depressed and demoralized. It may generate
emotional stress among them and consequently causes mental stress and health issues.
2.2 DISTINCTION OF STUDY:

In this study the topic of employees’ performance is being studied by focusing
only on six determining variables. Those are (1) Cash reward (2) annual leaves (3)
annual dinner (4) unusual leaves (5) performance base bonus (6) Gifts (7) On the job
refreshment to see how these factors motivate employees and improve their
performance. It makes our study distinct from above stated studies.
3. RESEARCH METHODOLOGY:

This study is based on descriptive survey. Ezeani (1998) says that descriptive
survey design is used to collect detailed and factual information that describe an
existing idea. The study describes the relationship between employees’ performance

on the basis of motivational policies in the banking sector of Multan city, Pakistan.
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3.1 Type of data:
In this study primary data is used for statistical analysis. The data is collected
through a structured questionnaire.
3.2 Selected variable:
There are two types of variables. First one is independent variable and second one is
dependent variable.
3.2.1 Independent variable:
Cash prize, annual leaves, Unusual leave, Annual dinners and performance-based
Bonus are independent variables.
3.2.2 Dependent variable:
Employees’ performance is dependent variable.

3.3 Conceptual Model:

1.Gifts

2.Annual Dinners

3.Cash Prizes
Performance
4.Annual Bonus

5.Unusual leaves

6.0n the job Refreshment

3.4 Hypothesis:
The following hypotheses are formulated for this study:-
H*. There is positive relationship between Gifts, annual dinner, cash prizes and
motivation.
HZ. There is positive relationship between annual bonus, unusual leaves, on the job
refreshment and motivation.
H?. There is positive relationship between annual leaves, performance base bonus and

motivation.
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H*. There is positive relationship between employees ‘performance and motivational
policies.

3.5. Sampling Design and Method:

The primary data was gathered from 60 branches of different banking organizations

located in Multan city. The sample size was 300. Questionnaire was containing 17

questions. 1 to 5 point Likert scale was used to get the responses of different

questions asked from selected employees.

4 DATA ANALYSIS AND INTERPRETATION:

The data collected from the employees of several banks of Multan city, was
arranged, edited, classified and coded. It is summarized with frequencies, analyzed
with percentage and interpreted the results. The data is presented in tables and
figures for the convenience of readers:

Table 1: Gender of Respondents

Respondents Codes Frequency Percent
Male 1 201 67.0
Female 0 99 33.0
Total 300 100.0

Figure 1: Gender of Respondents
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Interpretation: Data in table and figure 1 shows the gender of employees as Male or

Female. Almost male respondents are twice as compared to female. The big bar shows
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that 67.0% male employees were participated in the study while small bar shows that
33.0% female participated.

Table 2: Educational level of Respondents

Respondents Codes Frequency Percent
Postgraduate 1 207 69.0
Graduate 2 93 31.0
Total 300 100.0

Figure 2: Education level of Respondents
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Interpretation: Data in table and figure 2 shows the participation of employees as

Post Graduate and above or Graduate. The large bar shows that 69% were Post-

Graduate employees while small bar shows that 31% employees were Graduate.

Table 3: Marital Status of Respondents
Respondents Codes Frequency Percent
Married 1 184 61.3
Unmarried 0 116 38.7
Total 300 100.0
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Figure 3: Marital Status of Respondents
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Interpretation: Data in table and figure 3 shows the participation of employees as
married and unmarried. The large bar shows 61.3% employees were married while
small bar shows that 38.7% employees were unmarried. This shows that mature
employees were more in number.

Table 4: Importance of motivation

Responses Codes Frequency Percent
SDA 1 0 0

DA 2 0 0

N 3 14 4.7

A 4 120 40

SA 5 166 55.3
Total 300 100

Figure 4: Importance of motivation
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Interpretation: Data in table and figure 4 shows that out of 300 participants, 55.3%
(more than 50%) employees strongly agree that motivation is an important tool for
the success. It suggests that motivation should be adopted in every organization.

Table 5: Working Environment

Responses Codes Frequency Percent
SDA 1 4 1.3
DA 2 2 7
N 3 20 6.7
A 4 115 38.3
SA 5 159 53
Total 300 100

Figure 5: Working Environment
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Interpretation: Data in table and figure 5 shows that out of 300 employees, 53.0%
were strongly agree that motivated environment is more effective as compared to
presser environment. It suggests that organizations should develop motivational
environment at work place. Only 1.3% employees are strongly disagreeing with the
statement.
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Table 6: Motivational appreciation

Responses Codes Frequency Percent
SDA 1 0 0
DA 2 2 7
N 3 23 7.7
A 4 126 42
SA 5 149 49.7
Total 300 100

Figure 6: Motivational appreciation
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Enlightenment: Data in table and figure 6 shows that out of 300employees, 49.7%

were strongly agree that Motivational appreciation is important for an employee and

it is great response in the favor of question. No employee was disagreeing with the

statement.
Table 7: Motivation define success

Responses Codes Frequency Percent
SDA 1 0 0
DA 2 2 7

N 3 28 9.3

A 4 94 31.3
SA 5 176 58.7
Total 300 100
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Figure 7: Motivation define success
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Interpretation: Data in table and figure 7 shows that out of 300 employees, 58.7%
were strongly agree that Motivation defined success at work place while .7%
employees are disagree about this question.

Table 8: Manager Responsibility

Responses Codes Frequency Percent
SDA 1 0 0

DA 2 6 2.

N 3 24 8.0

A 4 156 52.0
SA 5 114 38.0
Total 300 100.0
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Figure 8: Manager Responsibility
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Interpretation: Data in table and figure 8 shows that out of 300employees,52.0%
were agreed that Managers are responsible for motivation while only .2% employees
were disagree. Thus, manager should play their due role in motivation.

Table 9: Facilitative satisfaction

Responses Codes Frequency Percent
SDA 1 2 7
DA 2 10 33
N 3 48 16.0
A 4 186 62.0
SA 5 54 18.0
Total 300 100

Figure 9: Facilitative satisfaction
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Interpretation: Data in table and figure 9 shows that out of 300 employees, 62%

were satisfied with the facilities provided by the bank while .7% were strongly

disagreeing with this statement. So it is necessary to provide facilities at work place.
Table 10: Manager Fairness

Responses Codes Frequency Percent
SDA 1 2 7
DA 2 12 4.0
N 3 59 19.7
A 4 156 52.0
SA 5 71 23.7
Total 300 100

Figure 10: Manager Fairness
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Interpretation: Data in table and figure 10 shows that out of 300 employees, 52%
were agreed that Managers are fair with their subordinates while .7% were disagree

with this statement. It suggests that managers should deals their subordinates fairly.
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Table 11: Compensation Satisfaction

Responses Codes Frequency Percent
SDA 1 4 1.3

DA 2 30 10.0
N 3 63 21.0
A 4 140 46.7
SA 5 63 21.0
Total 300 100

Figure 11: Compensation Satisfaction
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Interpretation: Data in table and figure 11 shows that out of 300 participants, 46.7%
(maximum) were agree about that compensation packages paid by the companies are
reasonable. Only 10% employees were strongly disagreeing with the statement. It
means compensation packages should be paid at satisfactory levels.

Table 12: Ideas and opinions are considered

Responses Codes Frequency Percent

SDA 1 2 7

DA 2 16 5.3
N 3 49 16.3
A 4 139 46.3
SA 5 94 31.3
Total 300 100
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Figure

12:  Ideas and opinions are counted
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Interpretation: Data in table and figure 12 shows that out of 300 participants, 46.3%

(maximum) were strongly agree that their ideas and opinions were counted at work

place. While only .7% were strongly disagree with the statement. Which means that

there is close associate between companies and employees.
Table 13: Job Security

Responses Codes Frequency Percent
SDA 1 6 2
DA 2 14 4.7
N 3 48 16.0
A 4 137 45.7
SA 5 95 31.7
Total 300 100
Figure 13: Job Security
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Interpretation: Data in table and figure 13 shows that out of 300 participants, 45.7%

(maximum) employees were strongly agreed that they are satisfied with job. While

only 2% were strongly disagree with the statement.

Table 14: Attractive Compensation

Responses Codes Frequency Percent
SDA 1 4 1.3
DA 2 20 6.7
N 3 52 17.3
A 4 86 28.7
SA 5 138 46.0
Total 300 100

Figure 14

: Attractive Compensation
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Interpretation: Data in table and figure 14 shows that out of 300 participants, 46%

(maximum) employees were strongly agree that compensation should match with the

work while only 1.3% were strongly disagree with the statement.

Table 15: Appraisal Satisfaction

Responses Codes Frequency Percent
SDA 1 8 2.7
DA 2 10 3.3
N 3 36 12.0
A 4 138 46.0
SA 5 108 36.0
Total 300 100
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Figure 15: Appraisal Satisfaction
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Interpretation: Data in table and figure 15 shows that out of 300 participants, 46%
(maximum) employees were satisfied with the amount and frequency of informal

praise and appreciation received. While only 2.7% were strongly disagree with the

statement. Table 16: Career path

Responses Codes Frequency Percent
SDA 1 2 7
DA 2 10 33
N 3 29 9.7
A 4 171 57.0
SA 5 88 29.3
Total 300 100

Figure 16: Career path
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Interpretation: Data in table and figure 16 shows that out of 300 participants, 57%
(more than 50%) employees were agree that motivation provides a career path. While
only .7% were strongly disagree with the statement. This means that employees are
performed in a better way when they are motivated.

Table 17: Career Advancement

Responses Codes Frequency Percent
SDA 1 2 7
DA 2 28 9.3
N 3 45 15.0
A 4 162 54.0
SA 5 63 21.0
Total 300 100

Figure 17: Career advancement
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Interpretation: Data in table and figure 17 shows that out of 300 participants, 54%
(more than 50%) employees agree that companies were providing career
advancement. While only .7% employees were strongly disagreeing with the

statement.
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Table 18: Consistency and equity
Responses Codes Frequency Percent
SDA 1 6 2.0
DA 2 18 6.0
N 3 60 20.0
A 4 139 46.3
SA 5 77 25.7
Total 300 100

Figure 18: Consistency and equity
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Interpretation: Data in table and figure 18 shows that out of 300 participants, 46.3%
(maximum) employees were strongly agree that companies support career
advancement. While only 2% were strongly disagree with the statement.

Table 19: Evaluation System

Responses Codes Frequency Percent
SDA 1 4 1.3
DA 2 18 6.0
N 3 64 21.3
A 4 121 40.3
SA 5 93 31.0
Total 300 100
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Figure 19: Evaluation system
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Interpretation: Data in table and figure 19 shows that out of 300 participants, 40.3%
(maximum) employees were agree that compensations were providing fair and honest
evaluation system for career advancement. While only 1.3% were strongly disagree
with the statement.

Table 20: Current appraisal

Responses Codes Frequency Percent
SDA 1 6 2.0

DA 2 30 10.0
N 3 64 21.3
A 4 106 353
SA 5 94 313
Total 300 100

Figure 20: Current appraisal
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Interpretation: Data in table and figure 20 shows that Out of 300 participants, 35.3%
(maximum) were agree that current appraisal process are satisfactory while only 2%
were strongly disagree with existing process.

5. FINDINGS AND RESULTS:

First objective was to find out the relationship between gifts and employee’s
performance. It was found that there was a positive relationship between these two
variables. Employees felt relaxation and had more concentration on their work with
good feelings. Another objective was to check relationship between annual dinner
and employee’s performance. It was found that there was a positive relationship
between these two variables. Employees felt proud and had more concentration on
their work happily. The next objective was to ascertain relationship between cash
prizes and employee’s performance. It was found that there was a positive
relationship between these two variables. Employees had confidence and more
concentration on their jobs. The other objective was to measure relationship between
annual bonus system and employee’s performance. It was found that there was a
positive relationship between these two variables. Employees felt relaxation and had
more concentration on their assignment. It was also found that there was a positive
relation between usual and unusual leaves with the performance of the employees.
Employees felt mental relaxation and have more concentration on their work with
eagerly. Another objective was to explore relationship between performance base
bonus system and employee’s performance. It was found that it is a very sensitive
issue in the banking sector. Every employee has confidence on the performance and
wants a handsome bonus. So there is a positive relationship between these two
variables. The performance base bonus encourages employees and increases their
performance. Thus, all objectives of the study have achieved successfully and the
results of our study are robust and consistent with the results of previous studies.

7. RECOMMENDATIONS:
During study, it was found that most of the employees are satisfied with

policies of their banks but small number of employees were still unsatisfied. So it is
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recommended that banking organizations should revise their policies such as Golden
hand shake scheme, Gratuity scheme, Employees old age benefit scheme, Employees’
pension or annuity scheme, Retirement scheme, Minimum time scale, Basic salaries
and Salaries etc. It is also recommended that banking organizations should revise
reward system such as Gifts, Cash prize, Dinner policy, Leaves sanctions (usual and

unusual), Performance base bonus, etc.
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